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Abstract  
Determinants of personnel selection are education, experience, work related skills and examination results etc. but does beauty 
seem to be an advantage in work life? Are beautiful or attractive people more preferable? As facial beauty is the most significant 
factor for attractiveness, this study investigates effects of it in personnel selection. In the last 30 years, facial beauty has been 
discussed in academic studies and over 2000 articles have been published on this subject (Bashour,2006; 741). The purpose of 
this paper is to question whether facial beauty affects personnel selection in retail sector or not. The paper consists of a literature 
research and a survey as well. In the survey, 100 photographs of hired and unhired people are scored by 100 students of human 
research management. The evaluation consists of Likert-type scale of 10 (between 1-3 points are unattractive,4-6 points are 
normal, 7-10 points are attractive). After the evaluation, preferred photographs and hired staff were compared. According to the 
result of the research, there was not a meaningful correlation between facial beauty and hired people in personnel selection, so 
facial beauty is not important. 
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1. Introduction  
Beauty is a feature which is feeling a perceptual pleasure about a human, concrete object or abstract object.  It is 
examined as a part of aesthetics, psychology, sociology and culture. Diverse definitions have been given in different 
eras by some philosophers (Platon, Plotinus, Hegel, Pythagoras, Aristoteles, Vischer, Heideger, etc.) Beauty 
qualifies are not only for people but also for an idea, a struc ). However, this 
research is related with human. Of course a beautiful person may be described with inner beauties such as 
personality, intelligence, elegance, charm and outer beauty such as health, youth, averageness etc. but outer beauty 
is noticed at first glance. For example, a person with perfect proportions  has length   seven and half times as long as 
his/her head. Then, head of a person has the size of height 3,5 and w ). And 
then, the facial beauty is one of the most important indicators of attraction and it has a more serious impact on 
eye of  to accept (Bashour,2006:751). So, being beautiful is said to have important advantages 
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in every area of life, and work life is part of this. For example, beautiful people (children, students, patients, 
convicts, politicians) have some advantages according to others because of halo effect. 
 Although hiring decision is affected by various factors, beauty is a remarkable factor for this process according 
to previous researches. The purpose of this work is to present whether beautiful/attractive workers have some 
advantages in work life for hiring decision or not. 
2. Facial Beauty 
   
represents the person's identity and is most exposed to public view. Thus, whether a person is in general considered 
 
    What makes a face attractive and why do we have the preferences we do? Averageness, symmetry, sexual 
dimorphism, familiarity and youthfulness are good features for biologically based standards of 
beauty.(Rhodes,2006;199, Langlois, Roggman and Musselman,1994;215). Moreover, a beautiful face has a 
1:1.608). Determining for a beautiful f
beauty comprises at least three constituents. These are firstly perceptual processing of the object itself, secondly the 
researchers have reported that attractive faces activate areas within the orbito-frontal cortex, the nucleus accumbens 
or the ventral striatum. These local activations are interpreted as reflecting the emotional valence engaged to 
beautiful faces within neural circuitry dedicated to reward systems. The expectation of rewards and the satisfaction 
of appetites contain the particular emotional valences (Chatterjee and Thomas, 2009;135). 
      is likely to be deeply encoded in our biology. This information is supported with infant 
studies. These studies suggested that infants look longer at attractive faces within a week of being born, and the 
 
A,2009;135, Langlois,Roggman and Musselman,1994;214). Thus, the tendency on engaging to attractive faces 
seems to be present in human mind inherently rather than being experienced. Therefore, aforementioned experiment 
deals with the fact that beauty judgment is likely to be universal rather than being formed by cultural factor. On the 
other hand, we should keep in mind that cultural factors should not be neglected as a whole as they have some 
implicit effects to a degree (Chatterjee,A, 2009;135). Hence, according to a cross-cultural study which was carried 
on four ethnic-cultural groups in 13 countries, there are considerable similarities on beauty preferences. Moreover,  
across Asian, Hispanic, Taiwanese, and American Black and White judges, a female face was seen as more 
attractive when possessing high eyebrows, widely spaced large eyes with dilated pupils, high cheekbones, small 
nose, a narrow face with thin cheeks, large smile, full lower lip, small chin, and fuller hairstyle. Such results suggest 
that the human ideal of a pretty face varies relatively little from culture to culture (Cunningham,1995; 275). 
 
2.1. The Effects of Facial Beauty in Personnel Selection 
 
     The effect of facial beauty in personnel selection is important according to previous researches. As a support 
of this subject, two in three members of American Academy of Facial Plastic and Reconstructive Surgery indicate 
that women and men workers prefer cosmetic surgery for competition  
      Facial beauty is related with halo effect strongly. Powerful halo effect is provided with facial beauty in this 
 is supported by it (Chiu, R. and Babcock,R., 2002;145). Because of halo 
effect, the attractive applicant is perceived as if more talented and more favorable for a job (all other qualifications 
being equal) is more likely to be suggested and to be hired. And also, they are predicted as if more accomplished, 
more qualified, more intelligent, more honest etc. and are better compensated in work life (Bashour, 2006;746).  
     Beauty bias may be activated as better-looking applicants are preferred over equally qualified because the 
employment selection process involves interpersonal relationships (Chiu, R. and Babcock,R., 2002;141). For 
example, as we like attractive people and we adapt to them easily, sales people are selected from among attractive 
people (Cialdini,2001; 260-261). 
      Moreover, some selection criteria such as work experience, work related skills, examination results and 
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(Chiu and Babcock, 2002;149) but the personnel selection has been affected by some factors in some situations. For 
example, attractive women were preferred to unattractive women, but only for gender-typed jobs is founded by 
researchers. 
     The other study has indicated that influence of two facial beauty variables , beardness and attractiveness on 
personnel selection.  Though male bearded applicants are evaluated equally with non-bearded applicants, are 
selected for management positions at lower rates because of the male beard is related with unfavorable trait 
inferences such as lower intellectual ability (Shannon and Stark,2003;613). 
      and then he manipulated 
these photographs for changing to obese. And then he sent CV with photographs to same firms. Conclusion is that 
obese people have a less chance of selection for work than the ones who are not obese (1/3). Not only being obese 
but also being unattractive has the same rate of chance (Demirer,2012).  
University of Bilgi, Milliyet (a daily newspaper) ve done a survey about whether 
physical appearance is important or not in work life. The %56 of people believe that physical appearance is 
important, the %35 believe that physical appearance is important but it is not the most in 62.000 people 
(Kahraman,2011).  
3. Methodology      
    The purpose of this study is whether facial beauty affects personnel selection in retail sector or not. The sample 
for this study was drawn from the sales personnel (the blue collar employees). This research consisted of literature 
research and survey. In the survey, 100 photographs of hired and unhired people were scored by 100 students of 
human research management in terms of attractiveness. The evaluation consisted of Likert scale of 10 (between 1-3 
points are unattractive, 4-6 points are normal, 7-10 points are attractive).  This was rated by age of 20-25 and 26-35 
number of 100 students of human research management. After the evaluation, preferred photographs and hired staff 
were compared. This research was evaluated according to SPSS for Windows 16 statistical package programme.   
4. Findings 
 
    The aim of this research is to analyse if the perception of beauty during the recruitment process is important or 
not. The scope of this research is that people are applying for a job as a salesperson in retail sector 
applicants are between 18-25 years old 54% are between 26-35 years old, 5% are between 36-45 years old and 7% 
are between 46-55 years old. 
    35% of the applicants are primary school graduates, 51% are high school graduates and 14% are college 
graduates. The work experience of 29% is less than one year, of 38% is between 1-5 years, of 21% is between 6-10 
years, of 11% is between 11-20 years and of 1% is 20 years and more.  50% of the applicants are hired, the other 
half is not. 
    The people who evaluate the applications consist of 52% of women and 48% of men.  65% of the evaluators 
are between 18-24 years old and consists of candidates who will work at the human resources, 35% of the evaluators 
are between 25-36 years old consist of human resources specialists. 
     arch, a decimal Likert- type scale is used, 
the valuation between 1-3 means not attractive, 4-6 means normal and 7-10 means attractive. 
     Furthermore, the photos of the women and men are sorted from the highest rated to the lowest and their 
average is calculated. The priority of all the photos who get the highest average get the women photos and then the 
photos of the men. 
     For the reliability of the used scales, the Chi-square analysis and Mann-Whitney U Test is made. The 
evaluators analysed with the Chi-square analysis if there was a relation between their recruitment process and their 
gender of the highest rated woman and man from all 100 photos and get a p  level of significance. 
     The aim of using the other method The Mann-Whitney U Test in this research was, to check if there was a 
statistically significant difference in terms of two dimensions of the mass distribution center location taken from a 
random sample. 
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H0: The location of two mass distribution centers are the same. 
H1: The location of two mass distribution centers are different. 
p< 0,05 H0 refusal. 
p>0,05  H0 cannot be refused. 
 
     According to the Chi-square analysis of the recruitment process by gender, there is no relationship between 
the recruitment process of the female and the recruitment process of the male. 
 
     According to the Mann-Whitney U Test; which tested if the perception of beauty is important during the 
recruitment process or not, the p>0,05 H0 cannot be refused result is concluded. No statistically significant 
difference was found in terms of the variable perception of beauty between the hired people and the not hired. 
Test Statistics 
 Person 
Mann- Whitney 
Wilcoxon W 
Z 
Asymp.Sig.(2-tailed) 
1118.000 
2393.000 
-1.117 
.267 
5. Conclusion 
 
In the light of the results of this study which is about the relation between beauty perception and recruitment 
process and the analysis; it is observed that there is no significant correlation of recruitment of males and females 
who are considered beautiful by raters. As it is known from the previous researches, for white-collar workers, beauty 
is important. But this research aims to explain that the beauty is important or not for blue collar workers for whom it 
has been thought that the beauty is not a necessary asset during the personel selection.  In this research,  it is found 
that there is no significant relationship between the facial beauty and the recruitment period. Moreover quantitative 
is only important factor for blue-collar workers. This conclusion may be explained with the fact that face to face 
communication is not necessary for these personnel so beauty is not important for them. Second explanation for this 
conclusion is that the research is done with only one sector. Therefore, subsequent researches may contain other 
sectors.   
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